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 Given the urgency of the Initia-
tive’s mandate, one year or more was 
simply too long to wait for this analy-
sis.  The Steering Committee chose to 
take advantage of Value Stream Map-
ping (VSM) and LEAN continuous im-
provement philosophies to examine the 
multiple processes in these systems 
and to implement a plan for improve-
ment. 
 
 
 
 
 Value Stream Mapping, from my 
layman’s point-of-view, is a method to 
gather representatives from all stake-
holder groups related to the system or 
process that needs to be evaluated 
and then to visually map out their 
unique perspectives of the current 
processes.   
 After the existing system has been 
clearly defined, the VSM workgroup 
drafts its vision of an ideal system and 
creates an implementation plan to 
achieve that vision.  This planning hap-
pens over three to five full-day inten-
sive work sessions.   
 The length of time it takes to actu-
ally implement the plan obviously de-
pends on the scope and complexity of 
the improvement project.  While many 
improvement changes can be made rel-
atively quickly, the duration for large 
systems changes can be measured in 
years. 
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My mother once told me 
that systems change is 
like working with a large 
piece of cold clay.  It 
takes a lot of work until 
the warmth you introduce 
into the block of clay 
reaches the center allowing the clay to 
be reshaped.    
 In 2007, in response to the Au-
tism Act of 1984, the Departments of 
Health and Human Services and Educa-
tion jointly sponsored the Autism Spec-
trum Disorder (ASD) Initiative.  I ac-
cepted the job at the Maine Develop-
mental Disabilities Council to coordi-
nate the work of improving the effi-
ciency and effectiveness of all the sys-
tems-of-care that individuals with ASD 
may need to use.   
 A Steering Committee was 
formed to direct the work of the Initi-
ative.  It charged the Initiative to ana-
lyze the existing Early Identification 
and Early Intervention systems, deter-
mine systemic gaps, and work to fill 
these gaps.   
 As neither of these systems was 
originally designed for children with 
ASD, this analysis was key to under-
standing the systems’ strengths and 
gaps in relation to the multiple needs of 
children with ASD.  
 I have participated in many pro-
jects where workgroups met monthly 
for a year or more.  The result of those 
workgroups efforts was a plan or re-
port.    
● Next Clinical  
 September 21 
 
● Lean Summit  
August 9-10  
in Portland 
 
● Check out the  
Photos ! 
   Special points of 
interest: 
This analysis was key to understanding 
the systems’ strengths and gaps in rela-
tion to the multiple needs of children 
with ASD. 
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 One of the VSMs analyzed the ways in 
which young children are identified as having 
an ASD.  Another analyzed how young children 
diagnosed with ASD access early intervention 
treatment. 
 Both workgroups identified significant sys-
temic fragmentation and gaps that impacted 
efficiency and quality.  These VSMs were con-
ducted in 2008 and 2009. 
 I am the Value Stream Manager for the im-
provement Initiative.  The job of a Value 
Stream Manager begins when the project is 
chartered and continues through the planning 
stage all the way through implementation. 
 The Value Stream Manager is one of the 
change agents who shepherds the work to-
wards completion.    It is a long-term responsi-
bility. 
 If the work ended after the intensive VSM 
work sessions were completed, nothing would 
get done!  Nothing would be changed.  The hard 
work begins once the improvement implementa-
tion plan has been developed. 
 Through these few years, the diagrams of 
the current and ideal systems have been pinned 
up in front of my work station. 
 The ideal systems have proven to be bea-
cons that I have aimed the work towards.  
However, the goals cannot be created or owned 
by any one person but are the accomplishments 
of many. 
 It is satisfying and pleasing to see that, as 
the VSM Manager, I can draw lines directly  
 
from the plans to the actions taken and chang-
es that have occurred or are in the process of 
occurring. 
 It is very gratifying to measure the positive 
change and know that the change has been true 
to the vision of both workgroups. 
 A lot of great work has been done. 
  On the following page is a chart that sum-
marizes much of the ASD work, briefly com-
paring the implementation plans developed in 
each of the two VSMs with the work that has 
been accomplished. 
 
 
 
Lessons Learned: 
 
 Understand the Role of Change 
Agent. 
 Believe In What You Are Doing. 
 Be Mindful of Culture, Group 
Dynamics, and History. 
 Know That There Are No       
Villains. 
 Understand Individual Points-
Of-View. 
 Align Agendas. 
 Accept that the Change Agent 
Does Not Determine the Pace at 
which Change Occurs. 
 Notice Any Progress and Give 
Credit. 
 Change Is Not Always Improve-
ment. 
If the work ended after the intensive 
VSM work sessions were completed,  
nothing would get done!    
 
Nothing would be changed. 
 
The hard work begins once the improve-
ment implementation plan has been  
developed. 
— cont’d on p. 4 
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PROGRESS REPORT:  ASD Early Identification and Intervention Workgroups 
Status Original Task Action Taken 
COMPLETED 
Develop standardized screening and 
referral process. 
Discussion and agreement by Medical Professionals on screening 
tools and potential referral processes. 
COMPLETED 
Develop a plan to educate medical 
and early childhood providers on 
agreed upon screening tools, first 
signs of ASD, and next steps for 
referral and how to support the fam-
ily. 
Field Tests of the Screening Tools (in 7 medical practices – over 
3,500 children screened.) 
Creation, by Developmental Pediatricians, Parents, and Advocates, 
of DVD and supporting train-the-trainer curriculum for early child-
hood professionals on administrating and scoring autism screening 
tools, red flags, and next steps for referral and how to support the 
family. 
Presented information on the importance of screening for autism at 
hospitals grand rounds across the state. 
   To date: 
Over 300 DVDs and train-the-trainer curriculum have been distributed. 
Over 170 Early Childhood Professionals received train-the-trainer presentation. 
Over 150 Medical Practitioners received training on autism screening tools. 
98% increase between 2010 and 2011 in provision of developmental/autism screening codes. 
MaineCare has developed codes for reimbursement of screening for autism and other developmental  
disabilities. 
Insurance plans have been mandated to pay for screening, evaluation, and treatment for children under the 
age of six. 
IN PROCESS 
  
Create training for Doctors’ office 
staff regarding supporting individu-
als with ASD in medical offices. 
A web-based curriculum for PCP office staff is being developed by 
developmental pediatricians regarding how to accommodate and inte-
grate children and youth with ASDs into their medical offices. 
COMPLETED 
-Identify the components that 
should be included in an evaluation. 
-Determine which diagnosticians 
have competencies appropriate to 
diagnose an individual with ASD, 
A diverse group of medical professionals met to identify what compe-
tencies should be included in a statewide, interagency policy that de-
fines diagnosticians for young children with ASD.  Recommendations 
include the components that should be included in the ASD evaluation 
and a list of medical professionals with the necessary competencies to 
diagnose a child with a ASD.. 
IN PROCESS 
Design and implement a standard 
evaluation that is efficient, accurate, 
family-friendly, and timely and that 
avoids having to repeat evaluations. 
CDS and two Developmental Pediatric Clinics are conducting pilot 
studies to evaluate current processes for referral and evaluations, and 
field testing an algorithm developed to streamline early identification 
and access to early intervention services. 
IN PROCESS 
-Design case management services 
for young children with PDD, so 
each child/family has a single case 
manager with responsibility for 
coordinating all services. 
-Create an integrated system in 
which the child’s needs are central 
from initial concern through evalua-
tion. 
Currently piloting two patient-centered medical homes where pediat-
ric offices involved in these pilots have agreed to provide comprehen-
sive care coordination of the services individuals with ASD may uti-
lize. 
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 So, what did we learn from the improvement work we accomplished that could be applied to 
any initiative?  A great deal, but let me share just a few from my own list: 
 
 Understand the Role of Change Agent. 
 I work at the Maine Developmental Disabilities Council.  The Council’s charge, as defined in the 
Developmental Disabilities Assistance and Bill of Rights Act (DD Act), is to ―engage in advocacy, 
capacity building, and systemic change activities that are consistent with the purpose of the DD 
Act.‖  It is ideal and helpful for me, as a change agent, to be within an organization such as the 
DD Council because it provides access to multiple systems and has a systems change charge.   
 When I began to reflect upon the gains Maine has made regarding early identification of and 
early intervention for children with ASD and how my position has impacted those changes, I real-
ized that it is not always necessary for a change agent to be in such an advantageous position.  
Anyone who is truly committed to the change can accomplish that change through dogged, long-
term, and steadfast thinking.   
 Simply put, the job of a change agent is to keep true to the vision.  How the goal(s) of that vi-
sion is achieved is dynamic and will have to adapt based upon those who must take on the responsi-
bilities and who have the power to make change.  The change agent steadfastly keeps the goal illu-
minated and intertwined with the growing and evolving needs of the people that the goal is intend-
ed to help.   
 In my experience, most people find changing their behaviors and and/or routines uncomforta-
ble.  People tend to be more comfortable with actions they are familiar with; so to be a catalyst 
of change is to convince others that a change in behavior or routine is necessary and/or beneficial 
to them.  The next question is clearly how?  My points below may help to explain how a change 
agent can move things forward even when he or she does not have the direct authority to enforce 
change. 
 Believe In What You Are Doing. 
 This principle has been easy for me to embrace.  I believe, with my whole heart, that children 
with developmental delays should be identified as early as possible and receive the services they 
need in order for them to have the same opportunities as any other children and to reach their 
full potential. 
 Be Mindful of Culture, Group Dynamics, and History. 
 British Statesman and philosopher Edmund Burke said, ―Those who don’t know history are des-
tined to repeat it.‖  A successful change agent will study how the processes which need to be im-
proved originally began and how they have evolved.   
 Knowing this not only reduces the risk of repeating mistakes but  also helps to determine the 
order in which tasks should be adjusted or implemented and which tasks might need to be set 
aside for a while or be re-evaluated in order to effect change.   
 Understanding the dynamics of groups, culture, and history of the processes will guide the 
change agent in the best way to work with others, inviting people to be more engaged and open to 
considering the needed change(s).  Without the people involved being interested in working with 
the change agent towards the vision, even the best intended plans will not be successful. 
 Guiding Change Through Lean: Lessons Learned (cont’d. from p.3) 
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 Know That There Are No Villains. 
 Systems and processes were built to address needs and solve problems, and funding sources 
were created to accomplish tasks and report that those tasks have been completed -- ideally to 
correct the original problem or meet the original need.   
 People are hired to perform the tasks that the funding sources direct them to do.  In the edu-
cational system, teachers instruct students.  In the medical system, doctors treat patients.  Sys-
tems are logically compartmentalized.   
 It is unfortunate that seemingly uniquely focused systems were not designed to coordinate 
work with others so that people can move easily from one system to another.  The systems lack 
bridges.  For example, people working with young children within the educational system do not 
wish to create delays and barriers to the medical system.   
 However, It is not uncommon for me to hear from a parent that a professional appears to be 
putting up barriers to their child’s treatment.  Nor is it uncommon for me to hear from a profes-
sional that a parent seems to be causing delays and challenges.  This is a product of differing 
points-of-view and priorities.  Each wants to do the best they can for the good of the child.  It is 
crucial that change agents recognize this so that they can be constructive and not become entan-
gled in an unproductive and destructive cycle of blame. 
 Understand Individual Points-Of-View. 
 The most effective way to determine someone’s personal agenda is to listen to that person ob-
jectively.  A change agent must be able to understand the point-of-view of each stakeholder in 
order to achieve buy-in, ownership, and change.  Listen, ask questions, work to understand varying 
points-of-view, and treat all those involved with respect and dignity. 
 Align Agendas. 
 Everyone has a personal/organizational agenda.  It is the role of a change agent to identify 
each stakeholder’s agenda and to find complementary aspects of the stakeholder’s goals that align 
with the overall vision.   
 For example, MaineCare wants to have well-child checks and preventive screenings completed 
on time for all eligible MaineCare children.  The ASD System Change Initiatives wants earlier 
screening for all children for developmental disabilities, including autism.  This is common ground.  
It is not necessary for MaineCare to understand and agree with all of the goals that the Initia-
tive has, this one common goal provides significant opportunities for collaboration. 
 Accept that the Change Agent Does Not Determine the Pace at which Change 
Occurs. 
 The change agent has to accept that the speed at which activities progress must align with 
what is doable and useful for the people who need to implement the change. 
 That said, planning and strategizing the steps and tasks that need to be accomplished in order 
to achieve the vision is critical and within the power of the change agent.  This is easier for the 
individual in the VSM Manager role because the implementation plan offers guidance, but a viable 
plan must evolve and may need to be adjusted so that it meets stakeholders where they are, as 
well as weathers any political storms that may arise.  Systemic change is dynamic, not rigid.        
It is organic, not stale. 
 Guiding Change Through Lean: Lessons Learned (cont’d. from p.4) 
— cont’d on p. 6 
 — Nancy E. Cronin 
ASD System Change Coordinator, 
Maine Developmental Disabilities Council  
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 Notice Any Progress and Give Credit. 
 When any forward movement towards a goal occurs, it is important to take 
note of that movement (intended or not) and to say ―Thank you.‖  This isn’t 
done nearly as often as it should be. 
 When people receive positive recognition of their work, they are encour-
aged and motivated to keep that change moving forward.  Furthermore, they 
get to ―own‖ the accomplishment.  A change agent may be the catalyst for 
change but cannot be the owner of the change.  It is important to give recog-
nition when someone has made a difference, regardless of size.  Then, hope-
fully, that person will be motivated to continue moving forward. 
 Change Is Not Always Improvement. 
 I feel compelled to recognize that change, in and of itself, is not always for the better.  A very 
wise woman reminded me of this recently, and it reinforced for me a lesson learned.  Specifically, 
slow down and be deliberate and thorough.  This can be hard for many of us! 
 Let me give you an example.  One omission in particular serves to remind me that change with-
out thorough contemplation (or sometimes even with it) can result in unintended consequences. 
 As is the case with many unintended consequences, the omission was cloaked in an accomplish-
ment.  I was serving as the facilitator of a group that determined the best practice screening 
tools for developmental delays and autism.  The oversight committee approved a pilot using the 
selected tools and over 3,500 children were screened for DD and ASD.  Large Hooray!  I then as-
sisted in coordinating a series of efforts to publicize the successes and to encourage other doc-
tors to begin administering the screening at once. 
 What we did not stress was that the ASD screening tool had two specific parts and that both 
needed to be completed in order to significantly reduce the occurrence of false-positives.  Unfor-
tunately, use of only the first part of the screening tool was implemented in many doctors’ offic-
es.  Practices did change; however, it wasn’t what we were hoping for because the number of re-
ferrals to specialists resulting from false positives increased.  This not only unnecessarily fright-
ened parents; it also lengthened already long wait lists to see specialists. 
 What did we learn?  Before the publicity happened, additional information should have been 
gathered from specialists.  We missed a step and, due to that oversight, the change wasn’t neces-
sarily all positive.  This error resulted in a need to repeat work.  Today, I am happy to say that 
more medical practices are administering the screen in its entirety.  Through this experience I 
learned to follow the process of a quality improvement cycle (PDCA) more attentively. 
In Summary –  
 Change cannot happen simply because one believes that it is necessary.  That being said, it also 
cannot happen without a driving force.  In my opinion, the change agent’s role is to be that force.  
The change agent cannot make the fire, but he or she can strike the match and keep the fire fueled. 
 Guiding Change Through Lean: Lessons Learned (cont’d. from p.5) 
A change agent 
may be the cat-
alyst for change 
but cannot be 
the owner of 
the change.  It 
is important  
to give  
recognition…. 
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 Printed & Other Matters 
On Change and Innovation 
CI-P  Sam McKeeman reminds us of this quote (in translation) by Niccolò Machiavelli (1469-1527) 
in The Prince (1513), Chapter 6.   Note that this was written almost 500 years ago.  
 
“We must bear in mind, then, that there is nothing more difficult to carry out, nor more doubtful of 
success, nor more dangerous to handle, than to initiate a new order of things.  For the reformer has 
enemies in all those who profit by the old order, and only lukewarm defenders in all those who would 
profit by the new order, this lukewarmness arising partly from the fear of their adversaries, who have 
laws in their favor; and partly from the incredulity of mankind, who do not truly believe in anything 
new until they have had actual experience of it.  Thus it arises that on every opportunity for attacking 
the reformer, his opponents do so with the zeal of partisans, the others only defend him half-
heartedly, so that between them he runs great danger.”  
 
The Challenge of Leading Strategic Change 
Lasting success lies in changing individuals first; then the organization follows. 
 
By J. Stewart Black and Hal B. Gregersen 
Mar 21, 2008 
http://www.ftpress.com/articles/article.aspx?p=1157595 
 
"Accountability is some-
thing that is left when  
responsibility has been 
subtracted." 
 
— Pasi Sahlberg, Director, Finnish 
Ministry of Education's Center for 
International Mobility & Author of 
Finnish Lessons: What Can the 
World Learn from Educational 
Change in Finland? 
 
http://www.theatlantic.com/natio
nal/archive/2011/12/what-
americans-keep-ignoring-about-
finlands-school-success/250564/ 
―The change agent cannot make the fire, but 
he or she can strike the match and keep the fire 
fueled.‖ 
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The Lean Collaborative invites you 
to a special event: 
 
2012 Lean Systems Summit 
Where Government, Services, and Manufacturing Meet 
 
Friday, August 10, 2012 
Holiday Inn by the Bay, Portland, Maine 
 
Collaboration and Innovation in 
Achieving Operational Excellence 
Through Lean 
 
Join private and public business leaders for a day to discuss collaboration, innovation, 
and using Lean continuous improvement principles and methods to improve your individu-
al, systems, and organizational effectiveness.   
 
The Summit: Includes speakers and 15 informational workshops across healthcare, 
services, finance/banking, government, education, manufacturing, and other sectors 
on how Lean leaders and practitioners are using Lean to change their culture and im-
prove their way of doing business. 
 
The Pre-Summit: There will also be challenging full-day Pre-Summit Workshops on 
Thursday, August 9
th
, including -
  
 
 Lean Accounting - Jean Cunningham (not just for accountants!) 
 
 Lean Leadership: The Key to Making the Tools Work - Michael Radtke & Jill 
Menzel, ThedaCare 
 
 Innovation Engineering: A Jumpstart  Workshop for Process Improvement – 
Maine MEP, NY Center  for Economic Growth & Blackstone Accelerates Growth  
 
 Lean 101: Principles of Lean Operations - MEP’s experiential workshop. 
 
Networking Gathering: In addition, we hope you will join us Thursday evening at a 
networking gathering at DiMillo’s on the Water in Portland. 
 
Information & Registration 
 
2012 Lean Systems Summit – Friday, August 10th 
$195 per person 
 
(The all-day Pre-Summit workshops are $195 each.  Registration for both days is $350.) 
 
For information & registration:  http://www.maine.gov/dhhs/btc/events.html 
 
________________________________________________________________ 
 
 
For sponsorship opportunities or more information about the Summit, please contact: 
 
Lita Klavins at 207-624-7933 lita.klavins@maine.gov -- or – Walter Lowell welowell@gmail.com 
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Friday,  August 10th  Lean Systems Summit 
 
7:15 AM — 
8:00 AM 
Registration,  Networking, Continental Breakfast 
8:00 AM — 
8:15 AM 
Welcome & Logistics:  Dr. Walter E. Lowell,  Lean Capitol, LLC 
8:15 AM — 
9:00 AM 
Opening Speaker:  Chip Morrison, Androscoggin County 
                               Chamber of Commerce 
  
Governing with 
Lean 
Leading & Man-
aging Lean 
Engaging Oth-
ers 
Using Lean Meth-
ods & Tools 
Implementing Lean 
Room      
9:15 AM — 
10:30 AM 
A1: Private & Public 
Sector Collabora-
tion: A Community 
of Continuous Im-
provement-- New 
Brunswick, Canada 
A2: Case Study: 
Lean Leadership & 
Implementation at 
New Balance 
A3: Introducing 
Lean in the 
K-12 Setting: 
Learning 
Through Experi-
ment. 
A4: It’s All Produc-
tion – Lean for the 
Office 
A5: Lean Thinking & 
Implementation in 
Community Banking: 
Underpinned by Pro-
cess Excellence in a 
Highly Regulated, 
Transactional Envi-
ronment 
10:30 AM — 
10:45 AM 
Break, Refreshments 
10:45 AM — 
12:00 PM 
B1: Opportunities 
& Challenges in 
Building a Lean 
Government 
B2: Healthcare 
Dialogue: Process 
Improvement in 
Healthcare in 
Maine 
B3: Anatomy of 
Leadership – 
High School 
B4: Using a VSM A3 
in Com-municating 
a Process Improve-
ment Plan 
B5: Embedding Pro-
cess Excellence into 
the DNA of an Organi-
zation—Developing 
Internal Skills, Capaci-
ty and Culture to 
support  a Lean 
Transformation 
Noon — 
1:00 PM 
Lunch 
1:00 PM — 
2:00 PM 
Keynote Speaker: Jean Cunningham – Lean Accounting 
2:00 PM — 
2:15PM 
Break, Refreshments 
2:15 PM — 
3:30 PM 
C1: Streamlining 
the City of War-
wick, RI: Clear, 
Predict-able & Reli-
able Municipal 
Licensing Process 
C2: Strategy De-
velopment & De-
ployment:  What 
is your True 
North? 
C3: The Strategic 
Foundation of 
Top-Performing 
Companies: Em-
ployee Engage-
ment &  
Idea Systems 
C4: Deploying Lean 
in Dept. of Defense 
Supply Chain: Ac-
celerated Supplier 
Performance 
C5: Overall Equip-
ment Effectiveness: 
What Is It? 
How Do I Use It? 
3:30 PM — 
3:45 PM 
Break, Refreshments 
3:45 PM — 
4:45 PM 
Closing Speaker:  Michael Radtke, ThedaCare, Inc. 
                           Lean Leadership 
4:45PM — 5:00 
PM 
Wrap-Up — Next Steps 
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Walter Lowell’s retirement celebration on June 8th at 
Maple Hill Farm was a very special event.  And, not 
surprisingly, lots of fun! 
 
It started off, pouring rain outside, with folks — some 
who had not seen each other in years — chatting 
and nibbling and having a generally good time.   
 
Hank McIntyre welcomed everyone and kicked the 
gathering off using concentric circles and questions 
about folks’ relationships with and opinions about 
Walter.  There were surprises in store….. 
 
It was a pleasure to see Linda 
Breslin, a former Superinten-
dent of the August Mental 
Health Institute and Walter’s boss.  It had 
been a long while since most of us had 
seen her.  She said and it was evident that 
she and Walter thought highly of each oth-
er and had thoroughly enjoyed working 
together. 
 
 
 
 
 
 
 
And then, it was Arthur’s turn.  He said he intended to meet the challenge 
and be brief — and to that end had written his comments down.  We want 
you to know that Arthur was true to his word.  And excellent words they were. 
Walter’s Retirement Celebration 
Rae Brann, representing the SIDI/EIS part of Walter’s ca-
reer (as well as the two other phases of AMHI and Lean, 
along with Carol Stover & Linwood Diket) spoke eloquent-
ly and with great fondness of Walter.  She and other AMHI 
folks had asked everyone to contribute to a memory wall, 
posting their Walter memories to give to him as a  
remembrance. 
                  It was BTC’s opportunity 
                   next and Merle and the 
                   other CI-Ps took full advan- 
                  tage, asking everyone to 
 brainstorm and post ideas 
 for Walter’s retirement. 
 
You can see they were darn 
good ideas, too.  Walter seized the chance and leapt up to immediately involve everyone in ―looping and 
grouping‖ the ideas for his retirement.  After all, it’s all about the mapping and value stream, isn’t it? 
 
(Note: Look at the group photo on the next page & see in the background how organized these ideas have become!)  
 CI-P News Page 
 
Jay Yoe, the Director of the Office of Continuous Quality Improvement and 
Walter’s boss, presented Walter with a certificate from himself and DHHS 
Commissioner Mary Mayhew thanking Walter for his years of service to the 
State:   
In appreciation for the thirty years you have served the State of Maine in 
many roles at the former Augusta Mental Health Institute, as Director of 
the System Infrastructure Development Initiative-Enterprise Information 
System, and lastly -- since its envisioning and inception -- as Director of 
the Office of Lean Management Services.  Grounded in a philosophy of 
continuous improvement and respect for the people doing the work, you 
have been a gentle leader, skilled teacher, and visionary.  Your retirement 
is a great loss to the State of Maine government, as well as the Office it-
self and the State of Maine Bend the Curve program. 
 
Walter also received many gifts, including gift certificates to LL Bean, Home Depot, and Longfellows in 
Manchester (reflecting his interests in fishing, woodworking, and gardening) from all of those attending 
and some who could not be there. 
 
Other people spoke, including Kevin, Sawin, family members — warm-hearted roasts.  Yet, Walter sur-
prised everyone by not only making fond and deeply felt remarks but also handing out meaningful items 
from across his work years as gifts of his own to others there. 
 
And, topping off the evening, for it would not have been a real retirement after all without it, was Terry 
Sandusky’s photos video — set to terrific music from Walter’s eras.   
 
In addition to chocolate and pumpkin whoopie pies, folks took away Made Lean in America temporary tat-
toos.  And, after-
wards, some 
lingered and 
continued to 
catch up with 
each other in the 
lovely Maple Hill 
setting. 
 
Everyone 
agreed:  A good 
time was had by 
all ! 
 BTC Lean Schedule 
Date Time Topic Location Contact 
Aug 9-10 8:00-5:00 2012 Lean Systems Summit Portland, Holiday Inn on the Bay WEL/JK 
Sept 21 8:15-4:30 Clinical Supervision 2 Anthony Avenue WEL/JK/JR/MD 
Oct19 8:15-4:30 Clinical Supervision 2 Anthony Avenue WEL/JK/JR/MD 
Nov 16 8:15-4:30 Clinical Supervision 2 Anthony Avenue WEL/JK/JR/MD 
Dec 21 8:15-4:30 Clinical Supervision 2 Anthony Avenue WEL/JK/JR/MD 
* To add or see more events or detail, go to the Bend the Curve Calendar in Outlook’s Public Folders.  
The Late Evening 
 ―Re-Mainers‖ 
+                      
Terry who took the 
photos 
OLMS/BTC Staff: 
 
Julita Klavins, M.S.W.  
Director, Special Projects 
        Phone: 207-624-7933 
        lita.klavins@maine.gov 
 
 
The primary purpose of the Bend the Curve Team is 
to provide support, consultation, assistance, and 
leadership in continuous improvement approaches 
and activities for State staff, work teams, and lead-
ers as they seek to continually improve their work 
culture, systems, processes, and environments – in 
order to meet the mission of Maine State govern-
ment and the expectations of Maine citizens. 
 
 
Office of Lean Management Services 
Maine DHHS, OCQI 
2 Anthony Avenue 
Augusta, Maine 04333-0011 
 
FAX: 207-287-9351 
TTY: 1-800-606-0215 
 
 
BTC  
Calendar 
 
  
We’re on the net ! 
http://www.maine.gov/dhhs/btc  
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You can check the 
Bend the Curve 
Calendar in the 
State of Maine’s 
Outlook Public 
Folders for contin-
uous improvement 
meetings,  
Clinicals, trainings, 
and other events. 
 
Continuous Improvement Practitioners: 
BTC Intervention Facilitation Status 
 
DHHS  DOL  DAFS 
Kate D. Carnes C Joan A. Cook I-LL Dennis Corliss O 
Nancy Cronin C-O Merle A. Davis* L Sam McKeeman C-O 
Theresa Dube O Eric Dibner LCL    
Marcel Gagne LCL Timothy J. Griffin L    
Julita Klavins* L John L. Rioux* L    
Jerrold Melville LCL Sheryl J. Smith C-O    
Kristopher Michaud O    Sec.of State-BMV 
Ann O’Brien L    Scott Thompson O 
Douglas Patrick O Univ. of Maine    
Terry Sandusky* L Kim Jenkins O DOT 
Bonnie Tracy C-O Brynn Riley O Michael Burns  C-O 
  Ghassan Saleh O     
      OPEGA, Legislature 
     Matthew K. Kruk  I-O 
        
Community — Private Sector 
Rae-Ann Brann L James Fussell I-LCL Henry B. McIntyre I-LCL 
Arthur S. Davis I-L Kelly Grenier LL Anne Rogerson I-LCL 
Ericka Deering O Ted LaCrone O  Clough Toppan I-LCL 
Nancy Desisto* C-L Walter E. Lowell* L   
         
   Town of Durham, NH 
   David Kurz C-O Steve McCusker C-O 
   Michael Lynch C-O Todd Selig C-O 
 
* Certified-Bronze CI-P I - Inactive C – ―Champion for Lean‖ - not facilitating  
L - Lead  (LL-Learning) LCL – Learning Co-Lead O – Learning Observer  
